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Today, we o perate in a networked world, where organizations frequently resort to offshoring, such 
that work gets accomplished by a globally distributed workforce, whether inside or outside the 
organizational boundaries.  Much of the past research on  offshoring has focused on economic 
rationale and benefits as well as risks associated with offshoring. Offshoring leverages human capital 
in different parts of the globe, and the issues of WLC (WLC) faced by offshoring workforce issues can 
have substantial impact on the effectiveness of the offshoring arrangements. In spite of this, WLC in 
the context of offshoring has not received the attention it deserves. In this paper, based on responses 
from global software development (GSD) professionals based in Europe and India, we examine the 
key individual-based, family-based, and orga nization-based factors that can potentially have an 
impact on IT workers’ WLC. Further, we investigate the impact on WLC on outcome variables such as 
the workers’ job satisfaction as well as valence regarding working in offshoring environments in the 
future.  Some interesting differences in factors relevant to workers in Europe and India emerge from 
our analysis. 
KEYWORDS: Offshoring, Distributed Work, Work-Life Conflict, Work-Life Balance, IS Development, 
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1 INTRODUCTION 
Over the last few years, “offshore sourcing of IT work [has been] increasingly occupying the attention 
of IT managers in U.S.–based firms” (Carmel and Agarwal 2002, p. 65). Dav is, Ein-Dor, King, and 
Torkzadeh (2006, p. 773) refer t o this practice as the “gl obal labor arbitrage,” where co mpanies 
transfer their “labor employment to the most advantageous location.” Much of the literature on 
offshoring (both insourcing or outsourcing) has focused on the advantages/disadvantages of this 
practice for the organizations, thereby closely examining the financial benefits, costs, and risks 
associated with this venture, the factors driving an organization’s decision to outsource offshore, and 
developing strategies for effective management of offshore projects. Indeed, t he review of th e 
literature on offshoring suggests an emphasis on: a) the object of outsourcing (e.g., task/process, and 
the risks associated with offshoring) b) on organizational-level considerations (e.g., vendor 
characteristics), and c) on nati onal-level or even global-level trends on offshoring (Oshri, Kotlarski 
and Willcocks 2009), with minimal focus on the human issues faced by individuals. Not surprisingly, 
Niederman, Kundu, and Salas (2006, p. 57) have argued that future researchers need to closely focus 
on the IT professionals who “are affected by offshoring in terms of their i mmediate and long-term 
employment.” In spite of this recognition, our review of t he existing literature suggests that a ver y 
limited amount of work has been conducted on the human-related implications of IT offshoring, of 
which the majority has focused on “job-losses,” and how job losses affect for example, the “displaced 
professional” (Padmanabhan and Palvia 2006, p. 1). Niederman et al. (2006) argue that it is not only 
sufficient to focus on the job losses, but also investigate issues such as the working conditions of the 
workforce who are actively participating in offshore projects. 
One such “working condition” related issue that is emerging as important in many organizations is the 
concept of WLC (WLC) of its members. In today’s global and hyper-competitive world, in addition to 
the increasing social needs of i ndividuals, heightened personal expectations, and development in 
technologies have changed the “dynamics” of WLC (Greenblatt 2002). In fact, Green blatt (2002) 
suggests that redu ction of WLC is (and should be) now seen as a “strategic imperative for many 
organizations,” especially since WLC has been found to have significant negative effects on workers’ 
health, general psychological well-being, and productivity (Felstead et al. 2002).  
The increase of WLC is also believed to occur for the IT workforce (Quesenberry, Trauth, and Morgan 
2006), who often find “it hard to reconcile with the working rhythms of IT work” (Webster 2002, p. 
6). The concept of WLC is even more critical for IT workers involved in offshore projects with 
colleagues and clients separated by significant time and distance; yet there exist few (if any) academic 
explorations of this issue. We believe that an investigation on this topic, especially in terms of what 
are the factors that may lead to a lack of balance for employees working in offshore projects, will not 
only help assess (and improve) the “working conditions” of employees involved in offshoring, but also 
enable organizations to understand how to modify offshoring arrangements and structures such that 
the stakeholders are most productive. In addition, the knowledge regarding profiles of employees who 
are more susceptible to work life conflicts may help organizations pl an their deployment in a n 
offshoring project. The current study attempts to address this void in the literature. While WLC has 
received limited attention within the information systems discipline, there is a rich  literature on th is 
issue within the management and psychology discipline. Extant research on WLC has highlighted two 
broad categories in terms of the antecedents of WLC: individual- and organizational-related factors 
(e.g., Greenhaus and Beutell 1985; Guest 2002). Given the lack of WLC models within IS, as a 
starting point, we draw on these above two mentioned categories in understanding the antecedents to 
WLC within the offshoring context. Specifically, our research question is as follows:  
RQ1:  What are the key individual and organizational-related factors that lead to a WLC for IT 
workers involved in offshore projects? 
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Further, the management and human resource literature argues t hat WLC has sign ificant negative 
effects on several job-related outcomes of employees, such as job satisfaction. The literature fu rther 
emphasizes the importance of examining this issue in the context of IT offshoring, that has constantly 
been suffering from both turnover woes at onshore as well as offshore locations, and from high stress-
levels of its employees. In addition to immediate job-related outcomes, given the widespread use and 
increasing demand for offshoring (offshoring IT spending is expected to grow by 40% in US and 60% 
in Europe in the coming year), it is also important to understand (and ensure) that the IT workforce’s 
general orientation (that is, valence) toward working/engaging in distributed software development 
remains positive. It is only through such positive orientation of the offshore IT wo rkforce that the 
offshoring model can be sustained for a longer period of time – indeed, being able to sustain 
offshoring is a concern raised b y panel of leadi ng offshoring scholars (King and Torkzadeh 2008). 
Thus, our second research question is as follows: 
RQ2: What is the effect of WLC on the offshoring IT workers’ job-related outcomes and their 
general valence toward future IT offshore projects? 
It is a well-known fact that India is considered to be one of the attractive offshoring destinations, and 
that much of the workers who are engaged in (or working in) offshore projects are located in India. A 
recent by Gartner also indicates a strong increase of several European nations as attractive offshoring 
locations. Further, many European IT workers serve as a bridge (Olsson Holmström et al. 2008), and 
others may participate in distributed development with counterparts from, for exa mple, locations in 
Asia or the Americas. What these studies highlight that we are likely to find a number of individuals 
not only in I ndia but also in Europe are involved in projects where IT workers conduct their daily 
work in d istributed settings. Given that Europe and India differ significan tly in term s of their 
personality characteristics and organizational cultures (Hofstede 2001) and the fact that the 
antecedents of work-conflict are pe rsonality and organizational based variables, it is also important to 
examine if there are any differences in terms of the antecedents (and effects) of WLC between the 
Indian and the European IT workers working in an offshoring environment. Thus, our fi nal research 
question is as follows: 
RQ3: What (if any) are the differences in the antecedents and effects of WLC between Indian and 
European IT workers involved in offshore projects? 
2 WORK-LIFE CONFLICT: A BRIEF LITERATURE REVIEW 
Work-life balance/conflict is “the relationship between the institutional and cultural times and spaces 
of work and non-work in societies where income is predominantly generated and distributed through 
labor markets” (Felstad et al. 2002, p. 56). This  definition stems from the view of employment as a 
“purchase of workers’ time and presence,” but only for a part of a day or week or year (Felstad et al . 
2002). The concepts of work-life balance/conflict and work-family balance/conflict are often used 
interchangeably, and Guest (2002, p. 262) argues that the term work-life “is in itself a misnomer and 
serves simply as a co nvenient shorthand for work and the rest of life.” While work refers to “paid 
employment,” life refers to “activities outside work,” which mostly includes family-related issues, but 
may also include leisure time (Guest 2002, p. 262). In this study, we adopt a view consistent with the 
notion of WLC. 
Messersmith (2007, p. 430) define WLC as “a construct referring to the general interference that work 
life tends t o have on an employee’s personal life.” More specifically, a number of scholars portray 
WLC as the “inter-(between) role conflict where th e demands created by the job interfere with 
performing family-related responsibilities” (Netemeyer et al. 2004, p. 50). According to Carr, Boyar, 
and Gregory (2008, p. 246), WLC “exist when the activities in one domain (e.g., working overtime) 
limit one’s ability to complete activities in another (e.g., attending a chil d’s baseball game).” 
Similarly, Greenhaus and Beutell (1985, p. 77) define WLC as “a form of inter-role conflict in which 
the role pressures from the work and family domains are mutually incompatible in some respect.” 
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Kossek et al. (1999) argue that WLC actually arises from three broad categories of variables. They are: 
individual-level, family-related, and organizational level. Specifically, Kossek et al. (1999) state that 
WLC is affected by the “characteristics of the family and organizational context, and the employee.” 
Characteristics of the family, according to Kossek et al. (1999, p. 108) “gets into marital relationship 
issues” such as whether the individual is married and has a family. Other issues such as the importance 
of leisure time for an individual also falls under this category of varia bles. Among the individual 
characteristics, Kossek et al. (1999) suggest that researchers focus on the individual’s personality and 
gender. The role of gender has also been identifed as an i mportant antecedent o f WLC by other 
researchers (e.g., L yness & Kropf 20 01; Guest 2002). In rece nt times, “the predictive power of 
personality variables” on an individual’s work-family conflict have gained the attention of researchers, 
with many of them concluding from their studies that “negative affectivity,” especially the extent to 
which one is a neurotic, increases one’s WLC (Wayne et al. 2004, p. 109).  Organizational support-
related variables affecting WLC can be of three p rimary types (e.g., Thompson et al. 2004, p. 5 46; 
House 1981): involving instrumental support (providing employees with ce rtain aid and programs 
such as flexible work schedule), informational support (communicating to employees what resources 
might be available for them), and emotional support (acknowledgement of the employee’s “non-work 
needs” by the immediate supervisor and the organization). Among these, role of supervisor’s 
emotional support, and the availability of flexible work hours on one’s work life conflict have received 
the most attention (e.g., Lyness & Kropf 2005). Kossek et al. ( 1999) also suggest that researchers 
focus on th e level of so cial support received from the organization/supervisor and the flexibility of 
schedules as i mportant predictors of WLC. Similarly, other WLC researchers have argued that the 
above two organizational level variables be treated as important in the context of WLC (Greenhaus & 
Beutell 1985; Guest 2002). In this study, we draw upon Kossek et al.’s (1999) model in examining 
WLC of an IT worker involved in distributed development in an offshoring context. 
One of the key outcome variables affected by WLC is an employee’s job satisfaction. Netemeyer et al. 
(2004) define job satisfaction as a “global affective-based satisfaction with the job.” Researchers argue 
that WLC has significant implications in term s of an individual’s job satisfaction. Netemeyer et al. 
(2004) argue that WLC “results in feelings of anxiety and nervousness that produces job 
dissatisfaction.” Aryee et al.  (2005, p. 132) argue that “interference between work and family roles 
will undermine one’s performance in the work domain, which will have implications for one’s receipt 
of job rewards and, ultimately, job satisfaction.” Job satisfaction is especially critical in the context of 
the IT worker, since job satisfaction has been seen to have a very strong direct effect on turnover, and 
the IT industry (especially, the offshore market) has continuously been troubled by turnover issues 
(Messersmith 2007).  The other relev ant outcome variable is valence, defined by The Merriam-
Webster dictionary as the “the degree of attractiveness an individual, activity, or thing possesses as a 
behavioral goal” (see Sarker et al. 2010). The notion of valence (in the organizational context) owes its 
origins to Vroo m’s Expectancy theory (1964). Valence has been viewed as the “perceptions of 
desirability” of an issue (Oliver 1977, p. 20), and has been argued to have important implications for 
individual employees’ “motivational state,” and also their turnover intentions. It may be argued that if 
IT workers involved in offshore projects are likely to perceive their work as too burdensome owing to 
the WLC, they might tend to develop negative valence toward the offshoring and distributed model of 
work in general (Sarker et al. 201 0). Below, we discuss the role of each of the above-mentioned 
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Figure 1.        The Research Model 
1.1 Individual-level Antecedents -- Gender and WLC 
The role of gender on WLC h as received mi xed results in the past. Wh ile some researchers have 
suggested that gender does not have a significant effect on w ork-conflict, others have emphatically 
argued that gender does play an important role, with female employees experiencing greater WLC 
than male employees (e.g., Lyness & Kropf 2005). Greenhaus and Powell (2006, p. 72) argue that 
“individuals who participate in multiple roles (such as work and family) inevitably experience conflict 
and stress that detract from their quality of life.” Given that females, more than males (especially in 
traditional families), tend to play both roles simultaneously (Webster 2002), they experience higher 
conflicts. Kossek et al. (1999, p. 110) state that “women consistently work more hours (combined paid 
and unpaid), spend more time on family responsibilities, and experience greater role overload and 
work-family conflict.” In fact, prior studies note that in “dual ear ner families with multiple children, 
women worked ninety hours a week (combined paid and unpaid chores) compared with sixty hours for 
men (Kossek et al. 1999, p. 1 10). In t he context of IT work, Quesenberry et al. (2 006) argue t hat 
women experience higher work-family conflicts since they find it extremely difficult to balance 
“domestic responsibilities while try ing to keep p ace with a rapidly changing field.” Based on the 
above, we argue: 
H1: Female IT workers involved in offshoring will experience higher WLC. 
1.2 Individual-level Antecedents -- Neuroticism and WLC 
Neuroticism refers to “anxiety, insecurity, defensiveness, tension and worry” (Wayne et al. 2004, p. 
112). Neurotics spend more time focusing on “worrying,” and developing “negative affect” (Wayne et 
al. 2004, p. 112), and less time on accomplishing their tasks both at home or at work. On similar lines, 
it has been argued that neurotics  face more family and work-related stress, which tends to i ncrease 
their WLC (Stoeva et al. 2002). Given that neuroticism is a personality-related characteristic, its effect 
on an individual’s WLC is likely to remain the same irrespective of the work context.  Thus: 
H2: Neurotic IT workers involved in offshoring will experience higher WLC.  
1.3 Family-related Variables -- Family Structure and WLC 
The family structure of an employee has severe implications for his/her WL C. Individuals who have 
family tend to have higher “family responsibilities,” and this affects their WLC (Lyness & Kropf 
2005, p. 43). Researchers such as Greenhaus and Beutell (1985) and Netermeyer et al. (2004) argue 
that individuals who have families, tend to have their fa mily demands interfere wit h their job 
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performance, and this enhances their WLC.  Existence of a family has often been associated with care-
giving demands (Kossek et al. 1999). Caregiving tasks range from not only “Activites of Daily Living 
(ADLs) such as eating , dressing, bathing,” etc., but also Instrumental Activities of Daily Living 
(IADLs) such as companionship, and t ransportation (Kossek et al. 1999, p. 116).  Increa ses in the 
demands of job or ADLs and IADLs can cause serious WLC. Such a conflict appears to be common in 
the offshoring context, wherein individuals are often required to work at times that are traditionally 
allocated for personal activities and set aside for families.  
H3: IT workers involved in offshoring who have families will experience higher WLC. 
1.4 Family-related Variables -- Value of Leisure Time 
Recent research argues that it is not only the existence of family and caregiving responsibilities, but 
the importance one puts on leisure time that affects the WLC (e.g., Aryee et al.  2005). If an employee 
values his/her leisure time highly, he/she will view any other role-defined activity, especially when it 
spills over its normal boundaries, as interference, and preventing him/her from enjoying the leisu re 
(Aryee et al. 2005). Such spillovers are likely to be very high in the context of offshoring. In 
distributed contexts, due to time differences, individuals are often expected to work or communicate 
with collaborators at times that may have encroached upon their leisure time. If this ti me is “sacred” 
for them, then any work-related task overflowing into this time will be seen as a source of work life 
conflict. Thus, we argue:  
H4: IT workers involved in GSD who value their leisure time will experience higher WLC. 
1.5 Organizational Support Characteristics -- Availability of Flextime and WLC 
Organizational researchers have long since argued that providing flexible work schedules to 
employees will contribute toward reducing  their work-life balance conflict (e.g., Lyness & Kropf 
2005; Thompson et al. 2004). In fact, most “leading organizations have begun offering flexible work 
arrangements” with the belief that it lowers employees’ WLC (Spinks 2004, p. 5). Others argue that 
“flexible work arrangements … provide some control or choice of schedules” to the employees, and 
therefore better balance their family responsibilities (Lyness & Kropf 2005, p. 40). This is especially 
true for IT workers who are involved in the distributed mode of work, and often are required to work 
at late evenings/nights or early mornings to coordinate work with their remote members. Giving such 
individuals flexible work schedules can help them address their family responsibilities at other times, 
making it easier for them to devote their evenings or night times for distributed responsibilities. Thus: 
 H5: IT workers invo lved in offshoring who have flexible work arrangements will experience lower 
WLC.  
1.6 Organizational Support Characteristics -- Supervisor Support and WLC 
Researchers argue that while organizational support in the form of availability of flexible work hours 
is helpful, it d oes not n ecessarily mean that the employees’ WLC would decrease. This is because 
employees may be reluctant or “afraid” to take advantage of benefits such as flextime… because of 
“possible negative career consequences” (Thompson et al.  2004, p. 548). Thus, more than flextime 
availability, the existence of a suppo rtive supervisor can help reduce one’s WLC. Supervisors who 
“communicate their respect for employees’ non-work lives, show understanding when fa mily crises 
occur and, in gen eral, create an a tmosphere in which it is permissible to discuss one’s fam ily or 
personal needs” can significantly reduce one’s WLC. Thus: 
H6: IT workers involved in offshoring who have supportive supervisors will experience lower WLC.  
1.7 Effect of WLC on Job-related Outcomes 
Empirical studies examining the effect of work-life balance or conflict have concluded that it ha s 
significant implications for employees’ productivity, job satisfaction, organizational commitment, and 
so on. Of the many outcome variables mentioned above, the effect of WLC on both performance and 
job satisfaction has been seen to be the most potent (Netemeyer et al.  2004).   concluded from their 
6
PACIS 2011 Proceedings, Art. 162 [2011]
http://aisel.aisnet.org/pacis2011/162
empirical study in three countries (US, Puerto Rico, and Romania). In fact, in their meta-analysis of 
WLC literature, Mes mer-Magnus and Viswesvaran (2005) found that WLC lowers jo b satisfaction. 
We expect a similar type of a relationship in the context of IT offshoring IT workers. Thus: 
H7: Higher WLC of IT workers involved in offshoring will lead to lower levels of job satisfaction. 
In addition, the persistent and inescapable stress of coordinating amongst multiple locations across 
national boundaries is also  likely to increase their levels of frustration, and thereby have a negative 
impact on their valence towards distributed IT work in general. Working consistently at such late (or 
early) hours (and against the natural trend of their physiological clocks) tend to  cause frustrations for 
these IT workers (Sarker & Saha y 2004), ultimately leading to  their negative valence towards 
distributed IT work and offshoring (Oliver 1977). We thus have: 
H8: Higher WLC of IT workers involved in offshoring will lead to lower levels of valence towa rd 
working in globally distributed environments in the future.  
3 RESEARCH METHODOLOGY  
3.1 Data Collection 
To test our model described above, we used survey data g athered through online forms distributed 
through e-mail. The a uthors contacted a large number of i ndividuals (member of professional 
organizations, alumni of the university, personal contacts), and requested them to complete the survey, 
and forward our request to other colleagues/contacts who were involved in offshore projects and were 
considered as IT professionals.  
The respondents from India represented a variety of organi zations ranging from well-known 
companies such as Accenture, Deloitte, Price Waterhouse Coopers, Cognizant, Tata Consultancy 
Services, and HP to less known co mpanies. Their distributed members were located in Asia (e.g ., 
Dacca, Singapore), Europe (e.g., London, Copenhagen), and North America (Mexico City, and several 
cities in Canada, and the USA). The useable sample size (after deleting incomplete surveys) was 122. 
More than half of t he respondents had greater than 5 years of experience within the IT industry, with 
about 44 respondents playing a technical role in their current position, and others playing a more non-
technical role. Likewise, the respondents from Europe were also contacted through e-mail and links to 
on-line forms were provided. The respondents came from a variety of organizations including Nokia, 
Siemens, Nestle, Alcatel-Lucent, Bearing Point, Bouyges, among others. Respondents were based in a 
number of E uropean countries including France, Swtizerland, Belgium, Finland, UK, and Slovakia. 
Their distributed members were located in Asia (e.g., HongKong, India, Japan, China), Europe (e.g., 
Minsk, Berlin, Warsaw), North America (e.g., Los Angeles and New York in the US, Mexico), and 
Australia (e.g., Sydney, Melbourne). The useable sample size a fter deleting incomplete surveys was 
75.  More than half of the respondents had greater than 5 years of experience within the IT industry, 
with about 34 respondents playing a technical role in their current position, and others playing a more 
non-technical role. 
3.2 Measures 
We used established instruments (where possible) for measuring our constructs. WLC was measured 
using eight items adapted from Kopelman, Greenhaus, and Connelly (1983). Among the individual-
level variables, neuroticism was measured using the B ig Five Personality Scale’s eight neuroticism 
items; gender and family structure were measured using single items that capture respondent’s gender, 
and whether they had a family  or not.  Value of leisure time was measured using one ite m that 
captured (on a scale of 1 to 7, where 1 referred to “Not at all” and 7 referred to “To a great extent”) the 
extent to which leisure time was important to the respondent. Supervisory support was assessed using 
Thomas and Ganster’s (1995) nine-item scale, an d flexible work arrangements was measured using 
one item ad apted from Greenhaus, Parasuraman, Granrose, Rabinowitz, and Beutell (1989). Job 
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satisfaction was measured using the JBS scale. Adaptations of this scale has been used in several prior 
research within the field of information systems such as in Thatcher, Stepina, and Boyle (2002-2003). 
Finally, valence towards distributed ISD/offshoring was measured using four new items adapted from 
prior research (e.g., Vroom 1964). The development of the new items was  essential, since to our 
knowledge, the construct of “valence towards distributed ISD” has not been examined or assessed in 
past research. Specifically, the items captured individuals’ 1) perceptions regarding the attractiveness 
of future participation in globally distributed ISD projects, 2) their orientation towards future 
participation in globally distributed ISD, 3) the extent to which they have a good feeling towards 
globally distributed ISD, and 4) level of interest in participating in fu ture globally distributed ISD 
project, if given a choice.  
3.3 Analysis 
PLS-Graph Version 3.00 (Build 1126) was used for analyzing the data. PLS models are typically 
analyzed in two stages: The first stage involves the assessment of the reliability and the validity of the 
measurement model, and the sec ond stage involves the assessment of the structural model.  For 
validating the scales we conducted a confirmatory factor analysis. In assessing the validity of our 
instruments using the PLS-approach, we relied on prior/recent research using PLS (e. g., Gefen 
&Straub 2005; Chin 1998). Prior research suggests that convergent validity of items can be established 
by satisfying the following three criteria: First, each item should load significantly on their respective 
constructs (Gefen & Straub 2005). While many researchers suggest that items should have a loading of 
.70 or above, others suggest that it is “often common to find that at least several measurement items in 
an estimated model” have loadings below the “.70 threshold” (Hulland 1999; p. 198; Gefen & Straub 
2005). Researchers further suggest that items with loadings below .50 should be dropped. Second, the 
composite reliabilities should be greater than .70, and third, the average variance extracted (AVE) for 
each construct should be greater than .50. Each of the items loaded significantly on their respective 
construct, that none of the items (retained for the test of the research models) loaded on their construct 
below the cutoff value of .501. Further, the composite reliabilities of all the constructs are over .70 and 
the AVEs of all the const ructs are over the threshold value of .50. This established the convergent 
validity of our items. Further, the square root of the AVEs for all the constructs are indeed larger than 
the correlation between that construct and other constructs, thereby indicating satisfactory level of 
discriminant validity (Gefen & Straub 2005). Table 1 provides Mean, Standard Deviation, and 
Loadings of Multi-item Constructs and Table 2 shows the composite reliability, AVE of constructs, 
and correlation among constructs. Next, we examined the significance and strength of our 
hypothesized relationships.  
Among the individual-level variables, neuroticism and gender had significant effects on WLC. As 
hypothesized, neurotics seemed to perceive more WLC than those who scored low on neuroticism. 
The effect of gender was however in th e direction opposite to that hypothesized. In other words, male 
employees reported higher WLC than female employees. With respect to the family-related variables, 
both family structure (that is, the existence of a fa mily), and the importance of leisure time had a 
significant effect on WLC . Among the organizational-level variables, supervisory support did have a 
significant effect on WLC. As hypothesized, individuals who perceived a supportive supervisor 
reported lower levels of WLC. The effect of flexible work arrangements was also significant; 
however, contrary to our hypothesis, individuals with more flexible schedules reported higher WLC. 
Finally, as hypothesized WLC had a negative effect on job satisfaction, while its hypothesized effect 
on valence was not supported. We summarize the results in Table 3. To examine if there are any 
cross-cultural differences between our Indian and European respondents, next we te sted the same 
                                              
1 Three items measuring neuroticism, one item measuring supervisor support, and one item measuring job satisfaction was 
dropped due to a loading below .50. 
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model of WLC by using the Indian and the European data sets separately. We summarize the 
differences in Table 4. 
 
Item Mean S.D. Loading Mean Loading 
Neuroticism1 3.01 1.69 .62 .59
Neuroticism2 2.57 1.68 .86 .84
Neuroticism3 4.18 1.67 .65 .61
Neuroticism4 3.74 1.84 .65 .61
Neuroticism5 3.07 1.72 .57 .54
Supervisor_Support1 4.09 1.83 .78 .76
Supervisor_Support2 4.48 1.73 .90 .89
Supervisor_Support3 4.58 1.68 .91 .89
Supervisor_Support4 4.08 1.65 .84 .83
Supervisor_Support5 4.91 1.52 .79 .78
Supervisor_Support6 3.86 1.62 .68 .66
Supervisor_Support7 4.89 1.54 .84 .83
Supervisor_Support8 4.45 1.54 .81 .79
Work_LifeConflict1 4.68 1.70 .81 .81
Work_LifeConflict2 4.66 1.75 .78 .78
Work_LifeConflict3 4.23 1.77 .79 .79
Work_LifeConflict4 4.59 1.61 .78 .78
Work_LifeConflict5 4.73 1.96 .81 .80
Work_LifeConflict6 4.31 1.79 .79 .78
Work_LifeConflict7 3.64 1.83 .79 .79
Work_LifeConflict8 4.38 2.15 .79 .79
Job_Satisfaction1 4.79 1.75 .99 .94
Job_Satisfaction2 5.00 1.58 .79 .76
Valence1 5.70 1.22 .97 .92
Valence2 5.69 1.24 .96 .91
Valence3 5.64 1.23 .93 .88
Valence4 5.46 1.52 .78 .74
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 Variable Composite Reliability X1 X2 X3 X4 X5 X6 X7 X8 X9 
X1 Neuroticism .804 .675         
X2 Gender 1.00 .085 1.00        
X3 Family_Str. 1.00 .119 .149 1.00       
X4 Imp_Leis. T 1.00 -.051 .034 -.012 1.00      
X5 Flex_Sched 1.00 -.146 -.038 .003 .127 1.00     
X6 Supv_Supp .943 -.106 -.062 -.007 .054 .110 .821    
X7 WLC .931 .291 -.123 -.079 .180 .212 -.198 .792   
X8 Job_Sat. .888 -.137 -.003 .028 .064 .055 .585 -.195 .895  
X9 Valence .950 -.034 .035 -.043 .080 .146 .223 .109 .340 .909
 
Table 2.       Composite Reliability, AVE of Constructs, and Correlation among Constructs 
 
Hypothesis Number 
and Direction of 





Beta Weight and 
Significant Level 
Hypothesis Support? 





b= -.148; p< .01 No; Direction opposite to 
that hypothesized 
H2 (Neuroticism +) Neuroticism b=.340; p< .01 Yes 
H3 (Family +) Family Structure b=.097; p< .05 Yes 
H4 (Imp_Leisure +) Importance of 
Leisure Time
b=.181; p< .01 Yes 
H5 (Flex_Schedule -) Flexible Schedule b=.256; p< .01 No; Direction opposite to 
that hypothesized 
H6 (Supv. Supp. -) Supervisor Support b=-.210; p< .01 Yes 
H7 (WLC -) WLC Job Satisfaction b=-.195; p< .05 Yes 
H8 (WLC -) WLC Valence b=.109; p> .10 No 






INDIAN IT WORKERS 











b= -.154; p< .05 b= -.223; p< .01 
Neuroticism b= .321; p< .01 b= .383; p< .01 
Family Structure b= -.090; p> .10 b=-.005; p> .10 
Importance of 
Leisure Time 
b= .273; p< .01 b=-.012; p> .10 
Flexible Schedule b= .342; p< .01 b= .128; p> .10 
Supervisor Support b=-.201; p< .05 b=-.227; p< .05 
WLC Job Satisfaction b= -.183; p> .10 b=-.274; p< .05 
WLC Valence b=.154; p> .10 b=.105; p> .10 








Our results indicate a strong effect of gender on WLC (both in the overall model and separately in the 
Indian and the European samples). Interestingly, this effect was found in a direction opposite to what 
was expected. In other words, male IT workers were found to have more WLC than female IT workers 
involved in offshoring. This is not entirely inconsistent with prior research, which o ften argues that  
“women have been socialized over the generations to the nurturing role of the family. No matter how 
achievement orientated the women is,” she is able to balance these two domains more easily (Gambles 
et al. 2006, p. 77). Korabik, Lero, and Ayman (2003, p. 294) also report from their focus group studies 
that women tend to be better at multitasking than men, as a result they are able to “fulfill many work 
and family duties without much support,” and not be burdened by the conflict between the two 
domains. Our findings support the notion that women are able to better able to  handle two different  
domains of responsibilities than men and that this personality trait can influence productivity at work.  
Our results also suggest that individuals high in neuroticism perceive more WL C than those who 
scored low on this trait. Neurotic people tend to focus too much on issues that might not be related to 
actual work. They lose energy and time trying to understand  or solve these issues instead of 
completing their ass igned tasks in  a p unctual manner, which ultimately leads to more stress. 
Furthermore, neurotic people have more difficulties in separating problems they have at work and at 
home. This also contributes to higher levels of stress and a negative state of mind that create WLC. 
Consistent with the hypothesis, IT workers who have families and to whom leisure time is important, 
seemed to experience more WLC. As past research has indicated, employees with families tend to face 
more demands in their care-giving roles (Kossek et al. 1999). The demands of the family domain 
coupled with the inte nse demands at the  workplace that general IT workers specifically engaged in 
offshoring face cause serious WLC (Messersmith 2007).  Similarly, IT workers involved in offshoring 
- due to ti me and space distances with their remote counterparts - often need to work during hours 
which may be considered “leisure time” in t he traditional work perspective. If that lei sure time is 
considered important for that individual, he/she is likely to experience more conflict. 
While flexibility in one’s schedules had a stro ng effect o n WLC, its direction was opposit e to that 
hypothesized. In other words, more flexibility in one’s schedule led to higher WLC. While this result 
may initially seem counterintuitive, especially since most organizations offer flex ible work 
arrangements as part of their family-friendly and work-life balance policies, in recent ti mes, 
researchers have highlighted the downsides of a flexible schedule. For example, Perrons (2003, pp. 69-
70) argues that the “unpredictable nature and flow of w ork” that accompanies flexible work 
arrangements, cause more blurring between one’s work and life domains, thereby causing more 
conflict. She further suggests that flexible work practices (such as having no  fixed schedule or 
“telecommuting”) may extend the “range of locations” or range of times from (or during) “which paid 
work can be carried out,” but this practice ends up being a vehicle for work to “invade” home, thereby 
causing more WLC. 
Consistent with our hy pothesis, supervisor support had a strong effect  on WLC, with IT workers 
reporting less WLC, when they had more supportive supervisors.  In the context of IT workers 
involved in offshore projects who continually operate in stressful situations, it may be argued that a 
supportive supervisor will help “attenuate” the “ deleterious consequences of stress,” and therefore 
serve as an “important resource in stress prevention” (Aryee et al. 2005, p. 135). Lower levels of stress 
at work will help reduce the strain-based conflict with their life domains (Greenhaus & Beutell 1985). 
Further, a supportive supervisor is likely to g ive the IT wo rkers more “flexibility, information, and 
direct help that will facilitate the integration of work and family roles” (Aryee et al. 2005, pp. 135).  
Finally, consistent with much of the WLC literature in the past, our test of the overall model suggested 
that in the context of IT workers involved in offshore projects, higher WLC led to lower levels of job 
satisfaction. Spillovers of work in to the family domain or vice versa are likely to cause more 
11
Sarker et al.: The Role Of Individual, Family-Related, And Organizational Factor
Published by AIS Electronic Library (AISeL), 2011
“psychological strain” for the IT workers involved in offshore projects, leading to lower levels of 
satisfaction with their job (Scholarios & Marks 2004, p. 58). However, our results failed to indicate a 
strong effect of WLC on the IT workers’ valence toward participation in globally-distributed projects 
in the future. This could be due to the fact that “compared to other o ccupations, IT professionals are 
better able to move to different companies within the same occupation” when they are frustrated at 
their workplace without changing professions entirely (Messersmith 2007, p. 431). In fact, even with 
the current economic situation, “IT professionals are still relatively in high demand” (Messersmith 
2007, p. 432). Thus, when they face WLC, they may consider changing jobs, but not necessarily 
changing professions or developing negative valence toward future distributed/offshoring projects.  
Our cross-cultural analysis revealed certain differences in terms of the antecedents and outcomes of 
WLC between the Indian and the E uropean IT workers involved in offshore projects. IT workers in  
India typically have long working hours (Gambles et al. 2 006), and are considered to be extremely 
devoted workers (Taylor 2005; Hofstede 2001). This finding is consistent with the long-term 
orientation dimension of Hofstede (2001), where India scores highly. In such cultures, organizations 
and governments tend t o value leisure time much less than other cultures, and d oes not make a 
concerted effort to protect the l eisure times for the employees. In such a context, if an IT worker 
values his/her leisure time individually, or has several social obligations to meet (which is often t he 
case in Indian cultures) (e.g., Hofstede 2001), they are likely to experience more WLC in their lives.  
The work pattern in Europe is quite different.  According to Hofstede’s (2001) study, most European 
nations score much lower on the long-term orientation dimension. Such national cultures value leisure 
time in general. Consequently, usual work schedules are less demanding than in India. Furthermore, 
irrespective of whether an individual personally values his/her leisure time, strong regulation in terms 
of total working hours in most European countries (Nickell 1 997) protects employees’ family and 
leisure time, and thus the importance of leisure time ceases to be an important factor in terms of WLC.  
Surprisingly, the existence of the family structure, though had a sign ificant effect in the test of the 
overall model, did not have a significant effect when the testing the model using the Indian and the 
European data sets  separately. This could be an artifact of the fact that t his variable has a relatively 
weaker effect on WLC, and thus when the samples were split (leading to a reduction in the sample 
size), the results failed to reach a level of significance. However, future studies need to be conduct ed 
using similar data sets to verify this result.  
Indian workers involved in offshore software development appear to have more difficulty finding a 
balance between their work and non-work lives (Hofstede 2001). This is highlighted by the fact that in 
our study Indians tend to have more WLC if they have flexible work arrangements. As Indians are not 
used to flexible scheduling, they might struggle to organize their time differently. Flexibility might not 
automatically mean more freedom, as past research has indiciated (e.g., Perrons 2003). It could be the 
opposite as their working hours could be “worse” than before. Further, owing to the collectivist 
cultures, Indians typically have too many social and other non-work obligations. Juggling such 
obligations with a very open and flexible (yet intense) work schedule can cause more conflict between 
their two domains.  
Interestingly, while Indian workers showed higher levels of WLC, this does not necessarily translate 
into lower job satisfaction for them than the European workers. Our results suggest that in terms of job 
satisfaction, workers in India are less affected by WLC than those in Europe. In Europe, IT workers 
give more importance to their non-work related activities. If there are conflicts  between work and 
personal life, European workers would tend to become less satisfied o f their job. This result 
surrounding job satisfaction can also be interpreted by drawing on the short-term/long-term dimension 
of national cultu res. Europeans are relatively more short-term oriented, and su ch cultures expect 
“immediate gratification of needs” and “short-term results” in their workp lace (Hofstede 2001, p. 
367). If t he needs are n ot met or desired results are not experienced, they tend to be dissatisfied. 
Consequently, when Europeans experience conflict between their work and life domains at a particular 
point of time they are more likely to develop discontentment with their job. As for long-term oriented 
cultures such as India, any affective perceptions such as satisfaction is not developed based on 
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immediate events but is caused by a series of different events that may unfold over a longer period of 
time (Hofstede 2001). Long-term oriented cultures also tend to “adapt” more to a particular situation, 
as opposed to forming discontentment towards it (Hofstede 2001). Consequently, Indians are likely to 
develop lower levels of job dissatisfaction even when they face WLC.  They are more likely to change 
their behavioral styles or modus operandi to positively affect their WLC, as opposed to forming 
dissatisfaction towards their job or their employer.  Currently, we ar e engaged in qualitative 
interviewing in Ind ia and Europe to get a better se nse of the se differences. We hope to have better 
explanations in the near future for the patterns revealed through “experience-far” surveys. 
5 CONCLUSION 
Today, we operate in a networked world, where organizational work gets accomplished by a globally 
distributed workforce, inside and outside their boundaries.  As  offshoring increasingly leverages 
human capital in different parts of th e world, the human issues2 associated with offs hore projects 
become ever more important. WLC issues can have substantial (negative) impact on the effectiveness 
of the offshoring arrangements, both in the short-term and the long-term.   
In this paper, based on responses fr om IT profes sionals based in Europe and India and engaged in 
offshore projects, we have identified the key individual-based, family-based, and organization-based 
factors that can have an impact on the offshore IT workers’ WLC. Further, not unexpectedly, given the 
differences in culture as well as i n the stage and trajectory of eco nomic development, we find that 
factors affecting the WLC of European and I ndian professionals are not ide ntical.  We believe that 
these findings can serve as useful input for managing the IT offshoring workforce across in different 
parts of the world.  
There much to learn about WLC, its antecedents, and its consequences. In terms of antecedents, the 
nature of project undertaken, the role of the individual, the types of methodologies used, the nature of 
distribution of the team, apart from additional personality, family-related and organizational variables 
need to be investigated.  Similarly, future study of consequences could include variables such as 
burnout, organizational commitment, job performance, and so on. Our hope is that this work can serve 
as a useful starting point for a systematic investigation of this important and arguably critical topic.  
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